INTRODUCTION
This article investigates management competencies of business school educated managers and leaders. Building on research by Thekiso (2011) and Shaikh (2013) , this study attempts to reflect on the ever-shifting sands of the competency requirements and the roles of managers and leaders in the context of business in the 21st century.
The focus of the study is to analyse and outline the key competencies required for a manager to be effective in different organisational settings. In addition, this study aims to develop a theoretical model to measure managerial competencies. In so doing, the following broad research questions are posed, in order to ground the study:
1. What are the demands on managers in the current dynamic and volatile business environment?
• Managing Internal Stakeholders and Politics. The challenge of managing relationships, politics, and image. Gaining managerial support and managing up; getting buy-in from other departments, groups, or individuals. Gentry et al. (2015) continue and state that in the world that is changing at an unprecedented pace, organisational transformation is crucial for survival, however, it comes more complex than ever to execute strategy successfully. This is all the more so since the leaders capable of such transformations are extremely in short supply. In this regard research by Harthill Consulting in 2015 reveals that less than 10% of leaders today have the right skills to lead successful transformational change. This may surprise many organisations, particularly those led by high-achieving operational managers with a track record to date of improving efficiency; however they lack transformational skills. Harthill Consulting (2015) further point out that their research showed that the attributes required to manage a transformation or instil change are not the same managerial or leadership competencies as those exhibited by leaders who cope well with day-to-day operational managerial issues, or even by those managers who excel in a crisis.
Presently, managers need to successfully adapt to changing environmental demands and business situations, manage multiple lateral relationships, set and implement agendas, and cope with stress and uncertainty (PWC, 2015) . Foremost among the many drivers of modern business organisations are the twin imperatives of effectively utilising advanced information and communications technology (ICT) as well as leveraging competent human capital. The pressure to succeed in a hyper-competitive world; the challenges of dealing with globalisation and the race for scarce resources (human, financial, informational and raw materials); environmental considerations and unprecedented regulatory considerations have cumulatively forced business organisations to manage the human capital elements, in particular, judiciously. Additionally, the rapidity, scale and complexity of change in the workplace at late require that the very foundational principles for leadership and management have to be questioned and possibly, rethought in the competitive business environment (PWC, 2015 in support of Alfred, 2011, p. 103).
Modern global rapid changes affecting virtually every aspect of our life and work, organizational and business climate, require us to rethink the ways which organisations used until now for improving managerial issues (Bordeianu et al., 2014, p. 609). The 2008 economic crisis and its aftermath could be considered a hard lesson about what happens if organisations not apply their minds fully, proving that within the uncertain environment of a globalized economy some basic rules and mechanisms of traditional market economy no longer works. This, implicitly, shows that management does not have a "safety net" or a "panacea cure" to rely on during a globally extended economic downturn, being it in the local or international managerial sphere. Resultantly, even if just for this reason, management has need for competent leaders who are able to successfully deal with the unprecedented challenges facing people, organizations and human society today at whole (Sabina, Cristina, & Elena, 2014, p. 566).
Organisations spend significant time and resources in recruiting, training and retaining a qualified workforce. The key challenge of measuring and ensuring a competent cadre of managers and leaders though remains elusive for many (PWC, 2016b) . Traditionally the Ohio-based management scientists Slochum, Susan and Hellriegel (2009, p. 4) (cited by Seely, 2015) stated that although knowledge, behaviours and attitudes are essential components of management competencies, managers need to effectively transfer this knowledge into managerial skills in order for them to become competent and efficient managers. Inversely, employee cost increases continue to assume a larger proportion of business expenditure; this means that if employee costs are not incurred productively, it could lead to a reduction in the return on this investment, which could in turn, lead to negative staff development strategies to as a means to improve return on investment and maximise shareholders wealth (Shepard, 2016) . The increasing complexity of business and managerial projects and the ever increasing pace of change require organisations to seek business success by not only increasing personnel efficiency, no longer focusing only on hiring of talented personnel and not only have the personnel managed by a technical project management of skilled managers. Modern organizations need management talent that has the ability to deal with ambiguity, can lead strategic initiatives that drive change in an organization and apply an array of managerial skills on high levels to remain competitive (Seely, 2015) . Organizations need to lead and direct projects and programs -not just manage them. The well-rounded project manager not only has the technical project management skills, but also the strategic and business management skills, and leadership skills (PWC, 2014).
PROBLEM STATEMENT
The changing context for leadership is perhaps best framed within the dramatic aftermath of the global financial crises of 2008: Volatile financial markets, lingering high unemployment, widening debt crises in economies globally, and eroding consumer confidence combined to create what is widely being termed as the "new normal" (Alfred, 2011, p. 105).
The well-known maxim "in every cloud there is a silver lining" helps to explain the ongoing chaos in the global economic downturn. Opportunistic investors have used economic downturns as buying opportunities. Similarly, businesses have used the urgency that accompanies slumps to encourage innovation and organizational renewal. Universities, and Business Schools in particular, have experienced dramatic enrolment gains in periods of economic recession. Leaders and managers, in an era of rising demand and reduced resources, need to become more adept at 'doing more with less' (Alfred, 2011, pp. 106-107) . Alfred continues to specify that managers will:
• Need to generate new sources of revenue to support growth, increase the capacity and productivity of staff, win the war for talent against fastmoving rivals and build organizational cultures that embrace innovation and change;
• Be challenged to develop new organizational designs to get in front of change, and they will need to think differently about organizational success; and that managers; and that they will be
• Required to innovate both in management and as organisations. Therefore, managers and leaders will be compelled to develop new skills and competencies in order to respond to adversity with creative solutions.
Herein lays the pivotal problem of human capital management for most organisations: to be able to scientifically measure and sensitively develop the skills and competencies required for managerial capability, competency and effectiveness within complex and demanding work settings. In other words, the challenge for organisations is to have the tools to measure, with a high degree of certainty, the skills resident in an existing or prospective manager, as well as to be able to more sensitively target the future management development needs of managers.
Despite the rapidly changing roles and competencies required for managerial effectiveness, there is no well-developed and empirically supported model to actually measure competencies for superior management performance in the contemporary business environment in South Africa, in particular, and Southern Africa at large.
Although Thekiso (2011) and Shaikh (2013) have done research in this area, their research needs to be refined and focused into a model that can meaningfully measure competencies of managers.
OBJECTIVES
The primary objective of this article is to develop or validate an existing theoretical model to measure skills for managerial competence.
This primary objective is achieved by addressing the following secondary objectives, namely to:
• Perform a theoretical study on existing model(s) to measure managerial competence.
• Evaluate the existing model(s) to determine if they are suitable for generic application to measure managerial competence in different application settings.
• Empirically compare and validate the measuring criteria and constructs to ensure that it measures the relevant managerial skill.
• Ensure that an adequate sample is employed in developing the model.
• Measure the reliability of the constructs.
• Determine the relative importance of each of the constructs in the theoretical model to measure the skills for managerial competency.
LITERATURE REVIEW: THE THEKISO MODELS

Questionnaire development
In his literature study, Thekiso (2011) drew and assimilated information from journal articles, research reports, textbooks and Internet searches covering relevant issues in management and management education, as well as its relevance to management competence. In this study, Thekiso developed a questionnaire based on the literature as measuring tool of managerial competence. Thekiso empirically validated the measuring criteria to measure managerial competence by means of exploratory factor analysis in an attempt to validate the criteria pertaining to each of his managerial competencies. In addition to Thekiso's validation, Shaikh (2013) also subjected the questionnaire to experts in order to ensure content and face validity.
The literature Thekiso consulted identified seven skills for managerial competence, namely: Selfawareness skills, Self-directed career planning skills, General integrative skills, Planning and control skills, Organising skills, Learning skills, and Change management skills. To measure these skills, Thekiso formulated, with the aid of literature, a total of 70 questions; 10 criteria for each managerial skill and he employed a 5-point Likerttype scale (ranging from totally disagree to totally agree) to measure these seven skills. Furthermore, 11 demographic questions were added to compile the demographic profile of the 395 respondents in his study. . The importance of each managerial skill, its reliability and the interrelationships among the different skills for managerial competence, were measured. From the analyses, it was evident that all seven the skills for managerial competence were regarded as important skills in managerial competence (scoring in excess of 4.5 on the 5-point Likert scale).
Thekiso then attempted to empirically validate his model by subjecting the seven skills to individual exploratory factor analysis, aiming to prove that the 10 measuring criteria selected from the literature indeed do measure each of the managerial skills. In addition, the variance explained would also render an indication of how well these 10 criteria actually do measure each managerial skill. The original Thekiso model is represented in Figure 1 below.
The results indicated that the Thekiso model, although it seems to consist of seven managerial competence skills, actually breaks up into more sub-skills. This indicated that the seven skills are not the only required skills being measured as postulated by the theory. Also, these skills show relatively poor variance explained; all failed to reach the so-called "good fit of the data" of 60% variance explained (Field, 2009, p. 672 ).
The results also indicated that there were a number of unreliable factors. Only two skills exceeded a Cronbach Alpha coefficient of 0.70 (excellent); three skills exceeded 0.58 (minimum reliability level for the study), while two skills were unreliable (falling below the 0.58 lower margin of reliability) (Cortina, 1993, p. 98 as cited by Field, 2009 , p. 668). These two skills (Leading skills and Organising skills), having being found to be unreliable in Thekiso's study, are less likely to represent themselves in repetitive studies of a similar nature, signifying a warning in possible future applications of the model in measuring managerial competence. In addition, low reliability coefficients were recorded and a number of questions also had to be discarded. The unsatisfactory reliability coef- ficients forced Thekiso (2011, p. 174) to conclude that the conceptual model has failed theoretically.
As a result, Thekiso's study explored another avenue of research, namely to attempt to identify the underlying constructs of managerial competence by means of exploratory factor analysis.
3.3. Thekiso's revised conceptual model to measure skills for managerial competence
Thekiso's alternative approach was to subject the data to suitability testing. Firstly, he ensured sample adequacy (using the Kaiser, Meyer & Olkin test of sample adequacy) and, secondly, he tested if sphericity between the variables do not exist (using Bartlett's test). After successful results, Thekiso proceeded to subject the data to exploratory factor analysis. The results of the analysis are reflected in Figure 2 below.
The model illustrates the factors, sub-factors of Factor 1, and their respective reliability coefficients.
Factor analysis
The factor analysis identified thirteen factors. This meant that there were thirteen underlying dimensions (and not seven as originally theorised) that were identified as separate factors that re-
Figure 2.
A revised model to measure skills for managerial competence late to managerial skills. In addition, the analysis also showed that the most important factor (Organisational behaviour) in fact consists of three sub-factors. The thirteen factors explained a favourable cumulative variance of 64.10%, which signified a "good fit to the data" according to Field (2009, p. 668 ).
Using Cronbach's alpha coefficients for each of the thirteen factors, Factors 4 and 5 returned coefficients ranging above 0.58 but lower than 0.70, signifying reliability, while factors 6, 8 and 9 had unreliable coefficients below 0.58. Factors 7, 10, 11, 12 and 13 consist of single statements and the reliability coefficients could not be calculated.
The thirteen factors, their variance explained, and their reliability are noted in Table 1 below.
Reliability
From the analysis it seemed that Thekiso's second attempt to identify the skills for managerial competence succeeded. Not only did he successfully explain the required variance, but also succeeded to extract the five more important factors reliably. Based on the second model which showed more promise, this study employed the second Thekiso model to measure the skills for managerial competence in KwaZulu-Natal and Gauteng amongst business school educated managers.
RESEARCH METHODOLOGY
The questionnaire developed by Thekiso (2011) was employed to gather data to measure the skills for managerial competence. The pre-coding, as developed by Thekiso (2011) , on all the questions of the seven management skills were retained. The population was all MBA students in the KwaZulu-Natal and Gauteng provinces studying at the Management College of Southern Africa (MANCOSA) towards an MBA programme. Although MANCOSA offers the MBA in more than ten different locations in Southern Africa, the two largest study centres (Durban in the KwaZuluNatal province and Johannesburg in the Gauteng province) were selected to gather data from. The sample is, therefore, a non-probability, convenience sample. The data was gathered by distributing the questionnaires during MBA lecture sessions in Durban and Johannesburg. Students not attending these sessions due to work-related or other reasons, received the questionnaire electronically by means of Survey Monkey. Participation in the study was voluntary and anonymous. Table 2 summarises the response rates and number of respondents. Preventative measures to attempt to minimise the problems normally associated with self-administered questionnaires were followed in this study. This was achieved by ensuring that lecturers and administrators acted as facilitators, largely to clarify questions when questionnaires were administered in class.
The data collected was statistically analysed using the specialised software Statistical Package for Social Sciences (SPSS) (version 22 of 2014). The suitability of the data for multivariate analysis was assessed by means of the Bartlett's test of sphericity, while the Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy was used to statistically determine if the sample was adequate. Exploratory Factor Analysis (EFA) was used to identify the underlying constructs and to determine the relative importance of each construct. Reliability was determined by means of the Cronbach alpha coefficient.
RESULTS
Factor identification
The data were subjected to exploratory factor analysis to identify the underlying constructs. The aim was to extract and compare the factors with that identified by Thekiso. If these factors compared favourably, it would validate the findings as published by Thekiso in his second model. In factor analysis, the sample adequacy and sphericity needs to be confirmed to ensure that the data are suitable for analysis. The results appear in Table 3 . From the table it is clear that the sample adequacy is excellent (0.914) because the KMO value exceeds the required 0.70 with ease. In addition, the sphericity is below the margin of 0.05. The data is thus confidently subjected to exploratory factor analysis (Field, 2009, p. 666) . Only factor loadings of 0.4 and higher were retained in the analysis.
The factor analysis did not identify similar factors to that of Thekiso. This means that the Thekiso model is not generalistic in nature, and cannot be operationalised to all managers. Also, this means that to measure the skills for managerial competence for the MANCOSA educated managers, a new factor model is required. This model is developed from the results obtained from the factor analysis.
The analysis identified two factors explaining 37.83% of the variance (not achieving the desired 60% variance explained). Closer inspection, however, reveals that factor 1 explains 31.73% and consists of the majority of measuring criteria. Factor 2 explains only 6.09% of the variance. This means that Factor 1 is more important, and that it probably consists of sub-factors. Table 4 shows the variance and cumulative variance explained by the factors. 
Factor 1 and its sub-factors
The results suggest that Factor 1 needs to be explored further to ascertain if it consists of sub-factors. The criteria pertaining to Factor 1 were isolated and analysed further. As expected, Factor 1 identified a further seven sub-factors. The factor's variance explained appears in Table 5 while Table  6 shows the Varimax rotated factor matrix of the seven sub-factors.
The sub-factors explain a total of 59.36% of the variance explained by Factor 1. Once again the core of Factor 1 is embedded within the first subfactor identified that explains 20.61% of the total 50.36% total variance. The factor table below shows the criteria and their factor loadings. Criteria possessing factor loadings below 0.40 were discarded. Strong dual-loading criteria were also eliminated from the factors (Bisschoff & Moolla, 2015, p. 100). 
Factor 2
Factor 2 consists of four criteria and explains 6.09% of the variance. These criteria pertain to Ethical skills and external influences, hence the factor was labelled as such.
The different factors and sub-factors were all labelled according to the criteria loading onto them. The dominant Factor 1 was labelled Managerial skills, while each one of the sub-factors was also labelled accordingly to the criteria. The names of the factors and sub-factors, and their respective reliability coefficients appear in the table below. The model represents the results of the study to measure the skills for managerial competence of MBA managers educated by MANCOSA at their KwaZulu-Natal and Gauteng campuses. The model developed from this data differs significantly, particularly in the factor sub-structure, from that of Thekiso's (2011) initial as well as his second attempt models. This means that in order to measure skills for managerial competence at other business models, the concept of Thekiso to develop a model that can measure the skills for managerial competence needs to be re-opened and further analysed to determine if a generic model could be developed. At present this research has indicated that the existing model is not capable to do so.
DISCUSSION
In an era of profound complexity and ambiguity in the workplace, organizations place new and increasing demands on managers to develop new competencies in order to drive business success and manage rapidly changing organisational contexts. Effective and competent managers have thus become the mainstay for organisational renewal and realignment of business strategies for greater relevance in hyper-competitive environments. Managers have to generate new sources of revenue to fuel growth, continually increase the productivity of staff and develop innovative organisational cultures in order to proactively respond to adverse business conditions and competitive challenges. Amongst an array of possible interventions, organisations can meaningfully achieve this by ensuring a well-trained management pool through effective management development and training. (2001) also noted significant differences between male and female managers in relation to specific managerial competencies (an issue neither Thekiso nor Shaikh specifically explored). It is noteworthy that managerial competence gender differences are another similarity in the findings of Govender and Parumasur (2010).
More recently, a fundamental study by Shavelson (2013) presents an approach to measure managerial competence itself, and to statistically model the reliability and validity of scores produced in competency measurements. Shavelson (2013) argues that a construct of competence, "…is an idea, a construction created by societies; and therefore it is not directly observable". Instead, it is inferred from observable performance on a set of tasks sampled from a domain of interest, such as a job or an educational discipline. Thus, he argues, it requires generalisability in theory, which can be used to evaluate the quality of competence measurements; supporting the very nature of latent variables as competency drivers. Shavelson's research (2013) therefore attempts to develop a centre of gravity around which new advances in measurement methods and theories of competence could be grounded. His key idea is to establish if one can validly and reliably interpret the presence or absence of competence in performance measurement models, based on a standard of performance above which a person is judged to be competent or not.
The methodology of this study compares favourably with a similar study undertaken at a business school in Saudi Arabia, which sought to measure managerial competencies for students studying towards a management qualification (Alexander & Al-Moaibed, 2013) . A self-assessment questionnaire was designed and administered to management education students that listed a number of characteristics that are representative of the core dimensions of five basic managerial competencies gleaned from a literature review. These five basic managerial competencies are: Communication Competency, Planning and Administration Competency, Teamwork Competency, Multicultural Com petency and Self-Management Competency. In this study the respondents, who were students, indicated above average scores on four of the five dimensions. The highest scores were obtained for the Self-Management Competency. It is interesting to note that this latent variable also (similar to the findings of Thekiso & Shaikh) further divided into sub-variables (or sub-factors). In total SelfManagement Competency included four underlying sub-factors namely: Integrity and ethical conduct, Personal drive and motivation, Balancing work and life issues and Self-awareness. This indicates that the existence of sub-factors within latent variables, also in managerial studies, are common, and yields support to the statistical techniques to identify these sub-factors, supporting the use of exploratory factor analysis.
CONCLUSION
The results and the outcomes of this study are significant in that it relates to a number of key points of departure with the Thekiso initial and the revised models. These points of departure, in the main, are:
1. Thekiso's initial conceptual model failed in this particular application setting to validate itself as a reliable conceptual model to measure skills for managerial competencies.
3. As a corollary to Point 2 above, the profile of MBA students, in a privately-owned business school, could differ equally significantly from that of a public university business school; thereby delivering differing results. 4. The empirical results of both Thekiso's initial and revised models show that neither of these conceptual models has been validated as effective models in measuring managerial competence of business school educated managers. 5. Thekiso's revised model found there were a number of sub-factors for some managerial skills that were not foreseen in his initial model. This sub-factor design has also focussed in Shaikh's (2013) research as well as in this study. In support of similar findings by other managerial behaviour researchers (Alexander & Al-Moaibed, 2013; Bisschoff & Moolla, 2015 and others), it can be concluded that further latent variables (or sub-factors) could be expected as drivers in managerial behaviour research. The objective of this study was to determine if Thekiso's model(s) could be operationalised and used to measure the skills for managerial competence among managers studying at a business school in South Africa. The unambiguous finding is that the Thekiso model is not fit to do so. The model seems to be specific to its sample. This is statistically confirmed by the many factors possessing low reliability coefficients. The second attempt to develop a revised model also did not show promise towards generalisation and operalisation of the model either. The fact that this research rendered different results and factors also indicates that the revised model did not succeed in its initial aims to become a generalised model for use in different application settings. The model, however, did render a satisfactory analysis of its specific application at a public university's business school, and went a long way to measure the skills for managerial competencies in that specific application setting (explain a cumulative variance of 69.56%).
This study indicated that even a model to measure skills for managerial competence is still not achieved in a generalised application setting. Although the model shows good reliability, there is a problem with its low total variance explained (37.82%). This means that the model does not sufficiently measure the skills for managerial competence with the measuring criteria employed. As a result, it would seem that the questionnaire with its seven skills for managerial competency is not succeeding to efficiently measure the managerial skills. This means that further research should be aimed at the questionnaire and its measuring criteria. The results obtained by Thekiso, and also in this study, have already discarded a number of measuring criteria and have also identified other criteria to be important ones to retain in future research on skills for managerial competence.
The results from this study are satisfactory in that it goes beyond subjecting managers to existing generic managerial competency frameworks and attempts to build a new model to measure managerial competency of business school educated managers, based on empirical data. Although far from being a generic model that can applied in different settings, it does provide a clear scientific base from which further development and refinement can take place. 
